I. Introduction
It is commonly held that the field of industrial relations deals with the people at work or that the industrial relations are concerned with the many problems which the employer-employee relation entails. These problems represent some of the basic difficulties that an economically developing society encounters. They are considered paramount as the healthy growth of the country"s economy depends to a large extent on the successful resolution of these problems. In industries, collaboration of men having diverse interest often leads to tensions and conflicts. Each interest group tries to maximize its share from the enterprises. Their orientation towards work is also bound to be different from another.
Establishment and maintenance of harmonious relations between labour and management is a prerequisite for the stability and progress of industry. When good understanding prevailing between them, each party tries to serve the other to the best of their ability. Workmen try to give their best and improve productive efficiency, and the management acknowledges its satisfaction and gratitude in terms of increased welfare activities and attractive working conditions. In such a state of relations marked by amity, there is little scope for grievances and disputes. But the maintenance of good labour management relation is, very often, a difficult job.
In a realistic sense, complete harmony, peace or co-operation can be elusive. The goals of are so different that only "Antagonistic Co-operation" is possible in Labour Management Relations. Wage earners form trade unions to safe guard their interests, and to register protest in an organized way. Unions assume the form of defence or combative mechanism aimed at meeting the exploitative tactics of employer. This evokes a reaction in employer who wants to serve his interest well by taking recourse to counter-defensive measures such as employer"s association, economic pressures, hiring strike-breakers or invoking the help of police in the interest of law and order. These relations exist and grow out of employment and involve relationship between the employers and employee as well as their organisations 2 . In the absence of sound industrial relations in an organization, it is reasonable to expect employees shall face many serious disputes and they are likely to be of an increasing difficult nature. Absence of strike in an industry or enterprise does not necessarily mean that is industrial peace. Industrial peace is not proportionate to the absence of strike in any given time interval. Management and trade union who have maintained a relationship of peaceful collective bargaining over a long period might as well explain their relationship by statement such as "we have been able to adequately manage our conflicting interest and expectations" rather by saying "Our relationship is harmonious" or something to that effect.
Employment conditions in industry are not regulated merely by employees and employers, though both have a major role in it. State intervention in the regulation of labour management relations has been on the increase and therefore, the role-played by the State and its interaction with employers and employees legitimately forms part of Industrial Relations. "An Industrial Relations system at any one time in its development is comprised of certain actors, certain contexts, an ideology which binds the Industrial Relations system together, and a body of rules created to govern the actors at the work place and work community". Keeping in view the purpose of this paper, such sophisticated interpretation as found in the above definition is not necessary. What is intended in the present Paper is the study of the pattern of labour management relation in VSP. It would identify the kind of problems that arise and the Plant administration and trade unions resolve that problem in order to maintain industrial peace and harmony among themselves.
II. Results And Discussion
To understand the Employer and Employee relationship that persist in the organization following perceptions were taken from the employees. As per that the following were the details given by them, which were presented in the following tables: From the above table it is clear that 49% of the respondents opined that the relationship between employer and employees in VSP is cordial, and 25% of the respondents said that it is friendly. Where as 13% of the respondents felt that the relationship is bad and the remaining 13% respondents are unable to express their opinions specifically towards the relationship between employer and employee that persist in VSP. Since some noted proportion of employees sensing IR in the organization are deteriorating gradually. In this regard proper care is to be taken to keep up sound industrial relations in the organization. This helps the management to maintain healthy environment in the organization.
Chart-1
After knowing the IR status in the organization, further opinion regarding to IR benefits were gathered from the respondents. In this regard following perceptions were gathered which are presented in the following table: From the above data we can say that industrial relations are helping the employees in different ways. 254 members said that industrial relations are helping them to improve their sills, 127 members said that industrial relations are helping them for methods of adjusting, 108 members opined that they are helping for cooperation between employees, where as the remaining 115 members said that industrial relations are helping them in different ways that are shown in the above table. To summarize the above information it can be understood that by maintaining proper healthy IR in the organization, cordial relationships can be formed between the employees and employers, this will avoids unrest and fatigueness and helps in improving the productivity and progress of the organization.
Chart -2
In indentifying the effect and impact of IR in the organization, opinions of the respondents were collected; its information is presented in the following From the above table it is evident that 21% of the respondents opined that economic factor affects industrial relations in VSP, 20% said that technological factor affects industrial relations, whereas 24% of the respondents said that political factor is affecting industrial relations, but 35% of the respondents opined that all the above said factors are affecting industrial relations in VSP. By considering the above reasons it can be anticipated that more political interferences are involved in the organizational activities, this will create a lot of ambiguity in the minds of the employees. This should be eradicated, which will help the management to maintain healthy atmosphere in the organization.
Chart -3
To understand the relations between the superiors, peers and employees opinions were gathered and incorporated in the following table: On an average 16 % of the respondents said that the relationship between their superiors and peers is congenial 27% of the respondents opined that the relationship is harmonious, where as 39% of the respondents said that they are maintaining friendly relationship with their superiors and peers and the remaining 18% of the respondents expressed that they do not have any relations with their superiors and peers. Majority of the respondents opined that they had better relations with their superiors, peers and colleagues but a little proportion of employees felt that their superiors are disturbing their relations and causing problems in day to day working. Hence management should impose serious actions on those employees who cause troubles in the day to day management.
Chart -4
As part of the research process even the researcher gathered the information regarding superior"s capacity to solve the problem at the work place. In regarding to this following were the opinions expressed by the respondents. Which were presented in the following From the above analysis it is clear that 57% of the respondents opined that the supervisor is interested to know their problems, 27% said that they were not interested and where as the remaining 16% respondents have no opinion on supervisor"s interest shown by them on the problems of their subordinates. To conclude majority of supervisors are totally attentive to their responsibilities but where a negligible proportion of superiors are least bothered about the problems that their subordinates confronting in the organization. Hence it is an advice to the management that the uniform code of conduct should be followed for the supervisors in the job this will avoid negligence in the job and proper attentiveness and responsiveness can be developed, this will avoid accidents and damage to the organization and helps to improve productivity.
Chart -5
In the process of the research, the researcher has gathered the opinions on superiors appreciation to their subordinates for their achievement and success. The following information was gathered and presented in the From the above data we can say that only 9 % of the respondents received compliments from their supervisors for most of time, and 39% of the respondents received sometimes, where as 52% of the respondents never received any compliments from their supervisors. By analyzing the above table one can understand that superior"s behaviours and attitude towards the subordinates are totally adverse. This will deteriorate the interpersonnel in the organization and causes damage to the organization. Hence proper stand to be maintain to correct the relations in the organization.
Chart -6
To understand the misunderstandings, mis-attitude, misbehaviour and various types of disputes and conflicts that exist in the organization a brief explanation was given in the following paragraphs.
III. Conflicts
Conflicts may be related to group and/or organized and individual and / or unorganized. Under the former category the forms of dissert expressions by the employees are non-cooperation with the management, arguments, hostility, stresses and tensions, unwillingness to negotiations, resentment, absenteeism, work-to-rule, demonstration, morcha, gherao and strike. Management may also express its disagreement for the demands of union(s) and they include unwilling to negotiate with employee union(s), termination of employees, demotion of certain employees, lay-offs and lockouts.
Types of Industrial Conflicts
Industrial conflicts are basically divided into two type"s viz., strikes and lockouts.
i) Strikes
Strikes are the result of more fundamental adjustments, injustices and economic disturbances. According to Peterson, "strike is a temporary cessation of work by a group of employees in order to express grievances or to enforce a demand concerning changes in work conditions." Section 2(q) of the Industrial Disputes Act, 1947 strike is "a cessation of work by a body of persons employed in any industry, acting in combination or a concerted refusal under a common understanding, of a number of persons who are or have been so employed to continue to work or to accept employment."
According to Section 2(1) of the Industrial Disputes Act, 1947 lockout means "the closing of a place of business of employment or the suspension of work, or the refusal by an employer to continue to employ any number of persons employed by him."
However, prohibition an individual employee, termination of employment or retrenchment, termination of service of more than one person is not lockouts.
Strikes are alienated into two categories: primary and secondary strikes. Strikes are generally against the employer with whom the disputes exist are called primary strikes. They take the forms of stay away strike, pen-down, tools-down, or mouth-shut strikes, sit-in, sit-down, go-slow, token or protest strike, lightening or wildcat strike, picketing or boycott, work-to-rule and so on.
ii) Primary Strikes
Token or Protest Strike: It is a very short duration and is in the nature of signal for the danger ahead. In this strike the workers do not work for an hour or a day.
Picketing: It is an act of posting pockets and implies machinery or patrolling or the workmen in from of the premises of the employer.
Boycott: It aims at disrupting the normal functioning of the enterprise.
Gherao: It is a physical blockade of a target either by encirclement, intended to block the regress from and to a particular office, workshop etc.
Secondary Strike: Secondary strikes are against a third party. These strikes are sympathetic strikes. Other Strikes: These strikes are in the form of general, particular, political and bandhs. Manifestation of conflicts at individual level and unorganized forms from the side of employees may unorganized work withholding effort, intentional waste and work with inefficiency, high rate of labour turnover consequent to separation of employees, absenteeism, complaints to higher levels of management, deliberate efforts to break the rules and strikes. From the side of management the unorganized forms of conflict manifestation would be autocratic style of management, implementation and observation of rules strictly, imposing penalties on any sort of violations, removal of employees without a logical cause (unnecessary firing), demoting people on personal grounds, lay-offs and declaration of lock-outs.
Depending on the magnitude of the issue Plant management will adopt the suitable redressal mechanism. Choice of statutory mechanism to resolve the dispute would be the last stage. Most of the disputes are resolved through non-statutory mechanism. Negotiations with recognized trade unions help in resolving majority cases. There are incidences; some disputes have been referred to conciliator for redressal.
The Asst. Labour Commissioner (central), Visakhapatnam will hold conciliation proceedings under Sec. 12 of industrial dispute Act. 1947 on the dispute raised before him by a trade union/employee of Visakhapatnam Steel Plant.
On receipt of remarks from the management the ALC (c) will hold conciliation proceedings with both the parties. If both parties are not reached bay settlement the ALC (c) will send the replant of conciliation to the secretary to the Government of India. Ministry of labour. The ministry of labour will take further action to judge whether to submit I.D. is a fit case or not for reference to the industrial tribunal for adjudication. The Award given by the industrial tribunal is binding on both the parties.
The issues contained in various strike notices issued by various unions are also being examined in the personnel department and conducting bilateral discussions on all the issues and certain demands are agreed to in the discussions and an agreement is reached before the Asst. labour commissioner (central / Regional labour commissioner (central) on the agreed items.
Apart from the above, there is a Grievance procedure existing. If any employee has any grievance, he has to initially represent the matte to the section officer and if he is not satisfied with the decision of the officer or fails to receive any answer within the stipulated period, he shall either in person or accompanied by a coemployee, present his grievance to the Head of Department, during the fixed time prescribed for presentation of grievances. The Head of the Department shall give his answer with in 6 days of the presentation of the grievance. If action cannot be taken with in the period, the reason for delay should be recorded. If the decision of the Head of the Department is not acceptable, the aggrieved employee can submit his representation to the Dy. General Manager through the personnel officer. At this stage, the employee can take the assistance of the union for representation before the personnel officer. The personnel officer will process the matter and put up th e case to the Dy. General Manager with in one week. The employee will be duly informed of the decision of the Dy. General Manager in the matter with in a fortnight. Director (personnel) as in charge of personnel and industrial relations of Visakhapatnam Steel Plant, maintain harmonious relations. Major IR events taken in the organization for various years is noted below: Executives discussed with the TNTUC representatives for resumption of work. The Contractor later explained that these workers were to carry on the work on piece rate but later demanded for time rate engagement. The contractor was advised to resolve the issue amicably as the work was suffering. It is learnt that the workers are likely to resume work by tomorrow.
IV. Major Ir Evetns For

CONTRACT LABOUR RESUMED TRACK MAINTENANCE WORK IN BF ZONE
The It is understood from the above table that there is no major stoppage of work in the organization on account of strikes. The specific reason for launching of short duration or one-day token strike is that majority issues are settled at the time of wage settlement between concerned government department and Federation of Trade Unions of the organization. In case of minor problems they will be negotiated between unions and the management locally (Plant level). Various issues involved for launching strikes by the workers in the organization are discussed in the following table 8 In response to the issues to resorting to strikes, 87.56% per cent reveled that strikes where launched in increased wage rate followed by improvement in fringe benefits (63%) (Table no. 7). Securing for good working conditions, redressel of grievance of employees have also accounted for 36.5 per cent respectively as reasons for strikes.
Chart -7
The respondents are also asked to express their opinions on the organization of strikes -The responses are tabulated and presented in Table 9 . It indicates that 55 per cent of the respondents expressed that the strike should be used as a last resort only when all other methods are exhausted. 15 per cent opined that the strike should be completely replaced by negotiations and consultation between the parties. The respondents who felt that the strike should be used frequently whenever management is unwilling to concede their demands forms only 25 per cent. It is significant to note that a majority of the respondents felt that strikes should be used as a last resort of dispute settlement or should be replaced by collaborative practice between the parties.
Among the above settlements only two methods namely (i) Conciliation, (ii) Compulsory Arbitration / Adjudication are being normally adopted to resolve the conflicts in the VSP. They are explained in the following paragraphs.
V. Conciliation
The main objective of conciliation is to reunite the two conflicting groups in industry in order to avoid interruption of production, distrust etc. It is a process by which representatives of both employers and workers are brought together before a third party with a view to persuade them to arrive at some sort of settlement. Conciliation is an extension of collective bargaining with third party assistance. It is the practice by which the services of a neutral third party are used in a dispute settlement as a means of helping the disputing parties to reduce the extent of their differences and to arrive at an amicable settlement or an agreed solution. It is a process of rational and orderly discussions of differences between the parties of a dispute under the guidance of a conciliator. Conciliation machinery consists of a conciliation officer and board of conciliators. The conciliator induces the parties to a course of action. He plays the roles of an innovator, protector, discussion leader, stimulator, advisor, and face-saver. He acts as safety value and a communication link.
The task of conciliation is to offer advice and make suggestions to the parties to the dispute on controversial issues.
a) Compulsory Arbitration/Adjudication
Where trade unions are weak the method of Compulsory Arbitration is used. Compulsory Arbitration is utilized generally when the parties fail to arrive at a settlement through the voluntary methods. In India, Compulsory Arbitration is enforced because collective bargaining has achieved limited success in regulating wages and other conditions of employment.
It may be said that compulsory arbitration may be at times and under certain circumstances, necessary and desirable. The nature, scale and timing of State intervention should be suited to the needs of different occasions. The objective of state intervention in the field of industrial relations should be to do social justice and make the weaker party equally strong to enable it ultimately to stand on its own legs and settle its difference through negotiations and collective bargaining. Compulsory arbitration is one where the parties are required to arbitrate without any willingness on their part. Any one of the parties may apply to the appropriate governments to refer the dispute to adjudication machinery.
VI. Conclusion
IR in the organization is maintained in congenial and cordial manner, expect few notable points. They are explained in the following points:
1. Superiors and Subordinates relationship in some departments are not maintained in a healthy manner. This must be immediately sorted out. 2. Proper training is to be imparted to superiors regarding to forming of better relations with colleagues. 3. Process and procedure adopted for dispute and grievance settlement is to be followed unbiasly in the organization. 4. After gathering the perception from the respondents in regard to trade union activity in the organization, majority of the respondents felt that union activity in the organization is gradually discouraged by the management by taking serious actions on the participants in the strike or related activities. 5. Since organization is excelling in the production and productivity and also in the profitability, Management should oblige fair demands that are put forwarded by the unions and also it must give equal freedom and opportunity for the unions in representing the matters to the management.
